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Abstract 
 
Rapid changes in the operating environment of organizations, such as technological developments 
and an increasing amount of competitors, are causing difficulties with long term survival for 
organizations. Previous research shows that organizations who are ambidextrous, and thus are able 
to create a balance between exploration and exploitation, are more successful on the short and long 
term.   
Previous studies already provided insights and methods on how to build ambidexterity in an 
organization on an organizational level. However, in reality many organizations are still facing 
struggles with creating an ambidextrous organization. There is thus a need for new views and 
methods. As mentioned the previous research mainly focused on ambidexterity on an organizational 
level, hence there is little known about ambidexterity on an individual level. This research 
contributes to the literature on individual ambidexterity and may explain why individuals are 
effective in undertaking ambidextrous roles when influenced by Learning Goal Orientation and an 
Error Climate. In order to achieve this contribution the following main question has been developed: 
"In which way does Learning Goal Orientation relate to Individual Ambidexterity and how is this 
relationship influenced by an Error Climate?". 
 
To answer the research question, data had to be obtained by making use of a quantitative research 
method that involved individuals to fill in an online questionnaire.  The obtained data was 
subsequently analyzed in SPSS and the hypothesis was statistically tested. 
There were three results obtained from this research. The first is that the results of this study show 
that Individuals with a higher Learning Goal Orientations are more effective in undertaking 
ambidextrous roles. Second the error climate within organizations influences also the level of 
individual ambidexterity. In situations where there is no effective way of dealing with errors, 
Individuals are less effective in undertaking ambidextrous roles. And third the results also show that 
the error climate does not affect the learning processes of obtaining ambidexterity.  
 
These results could be valuable for developing new views and methods on building ambidexterity 
into organizations. In this way organizations can adapt to environmental and technological changes 
and will be more successful in the short and long term.   
 
This study provides three recommendations for organizations. The first is recruitment and selection 
of employees based on willingness and motivation to learn. Second id to stimulate the development 
of learning goal orientation. And third is to create an effective dealing with error climate within 
organizations.  Further research could provide more insight in which factors influence Learning Goal 
Orientation itself. More knowledge about this could provide practical insight in ways to increase the 
motivation and willingness to learn by individuals and thus increase the level of Individual 
Ambidexterity.  
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1. Introduction 
1.1  Introduction  
Fast growing changes in the external environment of organizations, such as new technologies and an 
increasing amount of competitors in the world economy, are causing a shorter product life cycle and 
an increased tension between exploration (innovation) and exploitation (efficiency) (Doorewaard, 
2013). Due to these rapid changes in the external environment, organizations are facing difficulties 
with long-term survival (Doorewaard, 2013). In order to survive as an organization on the long term, 
Tushman and O'Reilly (2013) proposed that organizational ambidexterity is required.  
 
Many researches into organizational ambidexterity show that organizations who are successful in 
creating a balance between exploration and exploitation are performing better on the short and long 
term, and thus are more successful than organizations who do not achieve balance in the two 
conflicting demands (Doorewaard, 2013). Organizations, who manage to combine both activities 
successfully, are called 'ambidextrous organizations' (Doorewaard, 2013). In reality, by combining 
these two conflicting demands, many organizations are facing struggles with creating an 
ambidextrous organization (Birkinshaw & Gibson, 2004). One reason for this is that the two essential 
activities compete for scarce resources. So organizations often need to make choices between the 
two (March, 1991). This study may provide new methods on how to build ambidexterity into 
organizations. 
 
Previous studies mainly provided insights on ambidexterity on an organizational level. However, 
Mom, Van den Bosch, & Volberda (2006) have shown that ambidexterity can not only be reached on 
an organizational level, but also on an individual level, namely the managerial level. Surprisingly, little 
is known about the factors that influence ambidexterity on an individual level. Yet it is important 
because insight in which factors influence the ambidexterity on an individual level could provide a 
new view and methods on how to build ambidexterity into organizations. In this way organizations 
can adapt to environmental and technological changes and will be more successful in the short and 
long term.  
Learning processes have an important role in obtaining ambidexterity. As one view on this is that 
exploitation and exploration can be seen as two different learning processes. The fundamental 
difference between these two processes is that both learning processes are contradictory for 
managerial behavior, as exploitation involves generally a top-down learning process for refining 
current competences and routines, while exploration involves generally a bottom-up learning 
process for developing new skills (Lubatkin, 2006).   
 
As learning processes have an important role in obtaining ambidexterity, it will be investigated in this 
research whether or not the mindset of the individual, especially an individual’s willingness and 
motivation to learn, which is its Learning Goal Orientation, may affect the learning processes of 
individual ambidexterity. And as the process of learning involves a process of trial and errors it is 
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important that the individual is provided the right atmosphere to be allowed to obtain learnings and 
make errors that can evidently result from the learning process (Putz, Schilling, Kluge, & Stangenberg, 
2012). An organizations Error Climate on how the organization deals with errors made in this 
learnings process can be another factor that can greatly influence the process of building Individual 
Ambidexterity into organizations. Therefore to contribute to the current literature and increase the 
current knowledge on factors that influence the process of building Individual Ambidexterity into 
organizations it will be researched whether the factors Learning Goal Orientation and the 
organizational Error Climate actually have an influence on Individual Ambidexterity.  
 
The first factor that will be researched is Learning Goal Orientation. According to VandeWalle and 
Cummings (1997) Learning Goal Orientation can be defined as: "the desire to develop the self by 
acquiring new skills, mastering new situations, and improving one's competence" (p. 391). The desire 
to develop new skills could be related to developing and mastering skills to balance between both 
activities simultaneously. In addition to this, at first sight, striving to something new seems necessary 
for the exploration of new activities.  
The second factor that will be researched is Error Climate. Making errors offers value to 
organizations by learning from them (Sitkin, 2008). Research shows that an effective way of dealing 
with errors influences and supports individuals to learn from errors (Putz et al.,2012; Steuer & Dresel, 
2013). One way of effective dealing with errors is creating an error-related learning climate within 
organizations. In this case, an error-related learning climate can be defined as: "a multifaceted 
construct with each facet describing the influence of an environmental factor (i.e. supervisors’ 
behavior, colleagues’ behavior, operating procedures and task structures, and organizational 
principles and values) on one of the learning stages (i.e. detection, attribution, analysis and 
correction, and dissemination)" (Putz et al., pp. 519-520).  
Individuals perceive often negative emotions (like anger and shame) after making errors, which 
doesn’t support individuals to learn from the errors (Edmondson, 2004). The environment, has an 
impact on the arousal of these negative emotions and the learning outcomes (Steuer & Dresel, 
2013).  The Error Climate, which is represented by factors like the way of communicating about 
errors and the perceived psychological safety within organizations, are factors that could have an 
influence on the effectiveness with which a Learning Goal Orientation will be related to Individual 
Ambidexterity. However, there are no studies that link the influence of Error Climate as moderator 
on the relation between Learning Goal Orientation and Individual Ambidexterity. Nevertheless, it is 
interesting to investigate whether there is a moderating effect of Error Climate on the relation 
between Learning Goal Orientation and Individual Ambidexterity. 
More knowledge about the relationship between Learning Goal Orientation, Error Climate and 
Individual Ambidexterity and the moderating effect of Error Climate on the relationship between 
Learning Goal Orientation and Individual Ambidexterity, could provide practical insight in building 
Individual Ambidexterity within organizations. In this way organizations can adapt to environmental 
and technological changes and will be more successful in the short and long term. 
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1.2 Research question 
The aim of this research is to contribute to the current literature on ambidexterity, which lacks 
insight in which factors influence ambidexterity on an individual level. In order to this the following 
main question has been developed: 
 "In which way does Learning Goal Orientation relate to Individual Ambidexterity and 
how is this relationship influenced by an Error Climate?"  
This research may explain why individuals are effective in undertaking ambidextrous roles when 
influenced by Learning Goal Orientation and an Error Climate. The main reason for focusing on this is 
the assumption that understanding how to influence ambidexterity on an individual level provides 
insight in how to build ambidexterity into an organization. Something which organizations face 
difficulties with, but which is required for long term survival.  
1.3 Research method 
In order to answer the research question, data will be provided by making use of a quantitative 
method that involves individuals to fill in an online questionnaire.  
 
The questionnaire will be distributed among men and women (n = 1500) in the ages ranging from 21-
67 years old, distributed over 3 different organizations. The questionnaire will be distributed via 
internal communication. In addition to biographical characteristics, we investigate Learning Goal 
Orientation, Individual Ambidexterity and Error Climate. The questionnaire will be constructed by 
making use of existing questionnaires.  The advantages of this is that the questionnaires are 
developed based on literature and already validated by other researchers. The level of Individual 
Ambidexterity will be measured with a scale developed by Mom et al. (2007) Learning Goal 
Orientation will be measured with a scale developed by Button and Mathieu (1996) and the Error 
Climate will be measured with a scale developed by Dyck, Baer, Frese & Sonnentag (2005). 
The provided quantifiable data will be analyzed with SPSS. It will be statistically tested in which way 
Individual Ambidexterity relates to Learning Goal Orientation and how this relationship is influenced 
by an effective Error Climate. Detailed information about the research method is described in 
chapter 3. 
1.4  Outline of following chapters 
This report is divided into separate chapters. The next chapter (chapter 2) includes a literature 
review, which provides an overview of valuable previous research on Individual Ambidexterity, 
Learning Goal Orientation and Error Climate. In the final part of this chapter a conceptual model and 
the hypotheses will be presented. Based on this, the research method has been defined, which is 
presented in the third chapter. This chapter includes details about the study and described the 
research method. 
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2.  Literature review 
This chapter provides an overview of valuable previous research on Individual Ambidexterity, 
Learning Goal Orientation and Error climate. These different variables will be discussed individually. 
Based on this data and the discussion hypothesis and a conceptual model will be presented in the 
last part of this chapter.  
2.1  Individual Ambidexterity 
Ambidextrous organizations are organizations who manage to combine exploration and exploitation 
activities successfully (Doorewaard, 2013). According to March (1991) exploration includes “things 
captured by terms such as search, variation, risk taking, experimentation, play, flexibility, discovery, 
innovation”, while exploitation includes “such things as refinement, choice, production, efficiency, 
selection, implementation, execution” (p. 71). Ambidexterity can thus be seen as the relation 
between exploration and exploitation and the way organizations are able to deal with the conflicting 
demands of an efficient management of Today’s business, while also being adaptive and innovative 
to changes in the environment at the same time. Ambidexterity can occur on an organizational level, 
as well as on an individual level (Mom et al., 2006). This is called Individual Ambidexterity, which can 
be defined as “the individual-level cognitive ability to flexibly adapt within a dynamic context by 
appropriately shifting between exploration and exploitation” (Good & Michel, 2013, p. 4). Individual 
Ambidexterity thus involves the way individuals are able to balance between explorative and 
exploitative tasks in the context of their day-to-day work. 
 
Many organizations are facing struggles with creating an ambidextrous organization (Birkinshaw & 
Gibson, 2004). One reason for this is that the two essential activities compete for scarce resources. 
So in most cases, organizations need to make choices between the two (March, 1991). According to 
Birkinshaw and Gibson (2004) the standard approach to build ambidexterity into an organization, is 
structural ambidexterity. By applying this, organizations create for exploitation and exploration 
activities different organizational structures (Birkinshaw & Gibson, 2004). Which means that within 
an organization it could be that some departments are focusing on being efficient while other 
departments are focusing on experimenting and improvising (Bonesso, Gerli, & Scapolan, 2013).  A 
second approach, sequential ambidexterity, involves organizations to create a temporal separation 
between long periods of exploitation and short periods of exploration (Bonesso et al., 2013). Both 
forms of building ambidexterity into organizations make use of differentiation, in other words they 
lead to separation. According to Birkinshaw and Gibson (2004) separation can lead to isolation, so 
there was a need for developing a different approach. A third approach developed by Birkinshaw and 
Gibson (2004) is a different approach named contextual ambidexterity, which could be defined as 
"the behavioral capacity to reconcile simultaneously both exploration and exploitation across an 
entire business unit” (pp. 3-6). This approach requires a high level of Individual Ambidexterity, as 
individuals need to make their own choices between when to switch from explorative and 
exploitative activities in the context of their day-to-day work (Birkinshaw & Gibson, 2004). Insight in 
which factors influence the ambidexterity on an individual level could help organizations build 
contextual ambidexterity into their organizations. In this way they can adapt to environmental and 
technological changes and will be more successful in the short and long term.  
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In the current literature little is known about why individuals are effective in undertaking 
ambidextrous roles. However, there have been a few researches on this topic that provide valuable 
insights. One of the researchers is Mom et al. (2006) who has done research on how a managers 
exploration and exploitation activities can be influenced. With this research Mom et al. (2006) 
showed that ambidexterity can be provided on an individual level.  
 
Bonesso et al. (2013) have proposed a relationship between specific individual characteristics, 
namely prior work experience and behavioral competence profile, and different levels of Individual 
Ambidexterity. Individuals with a broad prior work experience (inter-functional, inter-firm and/or 
inter-industry experience), a competence profile characterized by a combination of emotional and 
social competences and with a consistency in the perception and the behavior of an individual, are 
classified as individuals with a full personal ambidextrous profile.  In this case, full personal 
ambidexterity can be seen as an effective ambidextrous behavior. With this insight Bonesso et al. 
(2013) suggest that new employees can be recruited and selected based on the criteria such as prior 
work experience and/or the combination of emotional and social competencies. Furthermore, in 
order to create effective ambidextrous behavior within the organization, employees can be trained 
by specific training programs for developing broad work experiences and/or building individuals 
competency profiles (Bonesso et al., 2013). 
Another valuable insight is the founded relationship between intelligence of an individual and 
Individual Ambidexterity. Individuals with a higher intelligence are more able to assess the needs of 
the context and adapt accordingly. Additionally, they are more likely to choose the most effective 
strategy in different scenarios (Good & Michel, 2013). Next to the relationship between intelligence 
and Individual Ambidexterity, Good and Michel (2013) have also found a positive relationship 
between divergent thinking, focused attention and cognitive flexibility. According to March (1991) 
exploration can be seen as “experimentation with new alternatives” (p. 71). Divergent thinking is 
often related to creativity and supports this exploration process (Good & Michel, 2013). To reach 
exploitation, the individual needs to focus attention on existing knowledge rather than scanning for 
new information, so the individual needs to narrow their attention. To balance between these two 
activities, the individual needs cognitive flexibility.  Although most literature shows that individuals 
should perform these activities both simultaneously, it is more likely that individuals switch between 
the two activities (Good & Michel, 2013).   
 
To conclude: all previous mentioned factors known in the literature that influence ambidexterity on 
an individual level (e.g.: focused attention, cognitive flexibility and competence profile), can all be 
seen as individual characteristics. As ambidexterity involves learning processes, the mindset of the 
individual (willingness and motivation to learn) and the climate within an organization (allowing an 
individual to learn and deal with resulting errors) may also have an important role in influencing 
ambidexterity on an individual level. If this is so then insight in these factors could provide 
organizations the abilities on how to build ambidexterity within their organizations. Therefore it will 
be researched whether the factors Learning Goal Orientation and the organizational Error Climate 
actually have an influence on Individual Ambidexterity. These aspects and why this might have an 
influence on the level of Individual Ambidexterity will be more thoroughly explained in the oncoming 
paragraphs. 
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2.2 Learning Goal Orientation 
The first factor that may explain why individuals are effective in undertaking ambidextrous roles is 
Learning Goal Orientation. According to Buckley (2011) Learning Goal Orientation is “ an internal 
mind-set that stimulates individuals to learn new skills and enriches their knowledge” (p. 7).  For this, 
Learning Goal Orientation can be defined as: "the desire to develop the self by acquiring new skills, 
mastering new situations, and improving one's competence” (VandeWalle & Cummings, 1997, p. 
391). 
According to Buckley (2011) “Individuals with a high Learning Goal Orientation have a more adaptive 
response in relation with difficult tasks or failure. They show resilience, make more effort and modify 
their strategies” (pp. 684-699).  Research shows that individuals with a higher Learning Goal 
orientation see the occurrence of an error as a chance for improving or developing (new) skills 
(Dweck & Leggett, 1988). The reason for this is that the (negative) feedback after an error may give a 
trigger that something needs to be learned or changed (Putz et al., 2012).  
Colquitt and Simmering (1998) showed that Learning Goal Orientation is positively related to 
motivation to learn. Thus individuals, who are high on motivation to learn, may also have a high 
Learning Goal Orientation. This is important to ambidexterity, as ambidexterity involves learning 
processes. As previously mentioned in chapter 1, exploration and exploitation can be seen as two 
contradictory learning processes, as exploitation involves a top-down learning process for refining 
current competences and routines, while exploration involves generally a bottom-up learning 
process for developing new skills and internal processes (Lubatkin, 2006). Thus, to reach 
ambidexterity on an individual level, individuals need to learn to make efficient use of old skills, but 
also need to develop new skills. When individuals within organizations only hold on to the same 
current knowledge and skills, it makes it difficult to create new opportunities and explore. Besides 
this, to be ambidextrous they need to be developing and mastering skills to balance between both 
activities simultaneously. Hence, the Learning Goal Orientation may be one factor that influences 
ambidexterity on an individual level, as individuals with Learning Goal Orientation strive to 
something new to enrich their knowledge or to learn new skills (Button & Mathieu, 1996). Hence we 
argue that: 
 Hypothesis 1: There is a positive relationship between Learning Goal Orientation and 
 Individual Ambidexterity. 
 
2.3 Error climate 
The second factor that may explain why individuals are effective in undertaking ambidextrous roles is 
Error Climate.  
 
Before defining the Error Climate, it may be helpful to have a look at the definition and existing 
literature on errors. Putz et al. (2012) proposed that learning is closely linked to an increased risk of 
making errors. In this case, errors can be defined as: “a deliberate action (or the deliberate omission 
of an action) characterized by the unintended failure to achieve personal goals and/or the unintended 
deviation from organizational norms and goals which could have been avoided by alternative 
behaviors of the acting person (Putz et al., 2012, p. 4). 
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Every organization, and the organizational members that are part of it, will be confronted with errors 
as natural parts of work. According to Helmreich and Davies (2004) “errors are inevitable because of 
human limitations. These include: limited memory capacity, limited mental processing capacity, 
negative effects of stress, tunnel vision, and the negative influence of physiological factors such as 
fatigue, hunger and thirst” (p. 2). Reason (1995) confirmed this with his study and proposed that 
errors are a result from the limitations (physiological and psychological) of humans. 
Making errors is thus not something that can be fully prevented or avoided. Still making errors is 
often seen as something negative. One reason for this could be that errors are often related to the 
negative consequences for organizations that come with it. Examples of these negative 
consequences are unnecessary costs, customer dissatisfaction, negative publicity and reputation 
damage (Zhao & Olivera, 2006). Besides the negative consequences, making errors is also often 
related to negative emotions and feelings. Steuer and Dresel (2013) have done research to a 
constructive Error Climate as an element of effective learning climates. This study focused on the 
structure of classroom’s Error Climate. Steuer and Dresel (2013) proposed that “making errors is 
frequently perceived by students as something negative, something that they feel ashamed for, which 
have an impact on their self-worth” (p. 1). Kiekkas  (2011) confirmed with his study that errors on an 
individual perspective leads often to negative emotions (like: fear, guilt, anger and self-doubt).  
 
Research shows that an effective way of dealing with errors influences and supports individuals and 
organizations to learn from errors and creates opportunities for development (Putz et al., 2012; 
Steuer & Dresel, 2013). One way of effective dealing with errors is creating a learning from errors 
climate.  Therefore the approach is not to prevent errors, but reducing negative consequences and 
emotions, while focusing on the positive effects of making errors (like learning, experimenting and 
innovation). Putz et al. (2012) proposed that an effective way of learning from errors involves 4 
different learning stages. These learning stages are: 
1. The recognition/ detection of an error. 
2. The accounting of the responsibility of the errors by organizational members and the dealing 
with emotional distress. 
3. Analysis of the error and correction/ removal of error causes. 
4. Dissemination of learning experience.  
According to Putz et al. (2012) these four different learning stages can be affected by four 
environmental factors, namely: 
1. Behavior of supervisor. 
2. Behavior of colleagues. 
3. Operating procedures and task structures. 
4. Principles and values.  
There is thus proposed that there are four environmental factors and four error related learning 
processes which are involved in the structure of an error related learning climate. The way of 
discussing errors within an organization (with the leader or colleagues), task design, time pressure 
and psychological safety are thus all factors that could have an influence on effectiveness of learning 
from errors. For this reason, the definition of Error Climate defined by Putz et al. (2012) will be used 
in this study: "a multifaceted construct with each facet describing the influence of an environmental 
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factor (i.e. supervisors’ behavior, colleagues’ behavior, operating procedures and task structures, and 
organizational principles and values) on one of the learning stages (i.e. detection, attribution, analysis 
and correction, and dissemination) (pp. 519-520). 
Like Putz et al. (2012), Dyck et al. (2005) confirmed that the way of discussing errors within an 
organization is an important factor in learning from errors. In this study he defines two different 
approaches towards dealing with errors, namely: Error Management Culture and Error Aversion 
Culture. Dyck et al. (2005) stated that Error Management Culture encompasses “organizational 
practices related to communicating about errors, to sharing error knowledge, to helping in error 
situations, and to quickly detecting and handling errors” (p. 1229). Dyck et al. (2005) proposed that a 
high Error Management Culture may lead to potential positive effects. One potential positive effect is 
that the individual is more likely to explore, experiment and take initiative (Dyck et al., 2005).  
Accepting errors as a natural part of work and the open communication about it, should encourage 
individuals to explore and experiment. The reason for this is that innovations are often associated 
with a deep uncertainty. For this, it is more likely that errors and failures occur (Dyck et al., 2005). 
Besides, leaving the routine tasks and taking personal initiative leads often to a higher work 
complexity, which makes it also more likely that individuals can make errors (Frese & Fay, 2001).  
Individuals who are afraid of making errors, for example due to being in a situation where they 
expect to be punished for making an error, are less likely to take personal initiative and try out new 
actions (Frese & Fay, 2001). Therefore, innovation is limited. In comparison, within an organizational 
culture where individuals have the confidence that they will not be punished or blamed after making 
an error, the organization’s innovativeness should be higher (Dyck et al., 2005). That Error 
Management Culture may stimulate innovation, has been also confirmed in the research of Dweck 
and Legget (1988) which proposed that organizations that have an effective approach toward making 
errors are more likely to experiment and innovate. In fact, the occurrence of errors may even inspire 
individuals to develop an understanding of the situation that caused an error to occur (Dyck et al., 
2005). Therefore, within an effective Error Climate, with an effective an Error Management Culture, 
exploration and experimentation may be increased (Dyck et al., 2005).  
 
As innovation and experimentation are both activities that are associated with exploration, a better 
Error Management Culture may have a positive effect on Individual Ambidexterity. Hence we argue 
that: 
 Hypothesis 2A: There is a positive relationship between Error Management Culture 
and Individual Ambidexterity. 
 
Within an Error Management Culture there should be an open communication about errors. In 
comparison, within an Error Aversion Culture, open communication about an error will be limited. 
Individuals are afraid of making errors and prefer to keep errors to themselves. This all due to the 
result of an organization's policy to tend to punish when errors are made (Dyck et al., 2005). Dyck et 
al. (2005) suggest that fear of being caught after an error may play an important role in this culture. 
He stated that “People put a lot of energy into hiding the fact that they have made an error” (p. 
1234).  Due to this, the positive effects like experimentation and innovation will be limited, which 
may also have a negative effect on Individual Ambidexterity.  
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For these reasons we suggest that an Error Aversion Culture may have a negative effect on Individual 
Ambidexterity. Hence we argue: 
 
 Hypothesis 2B: There is a negative relationship between Error Aversion Culture and 
Individual Ambidexterity. 
 
The previous hypothesis suggests that there may be a positive relationship between an effective 
Error Climate and Individual Ambidexterity. Hence, an effective Error Climate may also have a 
moderating effect on the relationship between Learning Goal Orientation and Individual 
Ambidexterity. The reason for this is that the Error Climate may affect the Learning Goal Orientation 
and the involved learning processes of ambidexterity.  
Dyck et al. (2005) proposed that open communication about errors within organizations, encourages 
learning from errors. Open communication about errors has also the positive effect that not only 
individuals can learn from their own errors, but all organizational members can possibly benefit from 
it (Dyck et al., 2005). As previous mentioned, individuals with a high Learning Goal orientation make 
use of errors to learn. They see the occurrence of an error as a chance for improving or developing 
(new) skills (Dweck & Leggett, 1988), something which makes it possible to create new opportunities 
and explore. This may then lead to a higher level of Individual Ambidexterity.  
Negative reactions from others towards the error have a negative effect on the way individuals learn 
from errors (Steuer & Dresel, 2013). In contrast, the tolerance of the error and the absence of 
negative reactions from others towards the error may have a positive effect on the way individuals 
learn from errors (Steuer & Dresel, 2013). The way of discussing errors within an organization (with 
the leader or colleagues), task design, time pressure and psychological safety, are all factors that 
could have an influence on effectiveness with which a learning goal orientation will be related to 
Individual Ambidexterity (Putz et al., 2012).  
Thus positive reactions from others towards the error may have a positive impact on the way in 
which learning new skills and the learning processes itself are related to ambidexterity. As 
ambidexterity involves learning processes, this Error Climate may have a moderating effect on the 
relationship between Learning Goal Orientation and Individual Ambidexterity. Hence we argue that: 
 Hypothesis 3A: The relationship between Learning Goal Orientation and Individual 
Ambidexterity is moderated by the perception of an Error Management Culture in a 
way that an Error Management Culture will strengthen the positive relationship 
between Learning Goal Orientation and Individual Ambidexterity. 
 
However, learning from mistakes does not happen in all situations. These issues around learning 
from errors are often ascribed to factors on an individual level, but the environment has an impact 
on the learning outcome as well (Steuer & Dresel, 2013). Making errors is often seen as something 
negative, but as previously mentioned, these negative emotions and feelings (like fear, anger and 
shame) that individuals feel from their own errors, doesn’t support to learn from them (Edmondson, 
2004; Snell, 1992).  
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Zhao (2010) confirmed this with his research, as he had found a negative relationship between fear 
(as being scared and afraid) and learning from errors. This possibly due to the fact that individuals are 
trying to move away from the situation, as they would like to take their mind off of the problem 
(Zhao, 2010). 
Dyck et al. (2013) defines a culture where individuals experience negative feelings when they make 
an error due to the way an organization deals with the error as an Error Aversion Culture. As 
ambidexterity involves learning processes, the Error Aversion Culture may have a negative impact on 
the way in which learning new skills and the learning processes itself are related to ambidexterity. 
Hence we argue that:  
 Hypothesis 3B: The relationship between Learning Goal Orientation and Individual 
Ambidexterity is moderated by the perception of an Error Aversion Culture in a way 
that an Error Aversion Culture will weaken the positive relationship between Learning 
Goal Orientation and Individual Ambidexterity. 
 
2.4 Conceptual model  
In this study it will be researched whether the factors Learning Goal Orientation and an effective 
Error Climate have an influence on Individual Ambidexterity. The model below (figure 2.1) aims to 
explain the possible relationship between Learning Goal Orientation, Error Climate (through the two 
aspects of Error Management Culture and Error Aversion Culture ) and Individual Ambidexterity. In 
addition, it also shows the moderating effect of the Error Climate on the relationship between 
Learning Goal Orientation and Individual Ambidexterity through the two aspects of Error 
Management Culture and Error Aversion Culture. 
 
Figure 2.1 conceptual model  
 
For the convenience and to better understand the conceptual model depicted in figure 2.1 the 
defined hypotheses which will be tested in this research are repeated below: 
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H1:  There is a positive relationship between Learning Goal Orientation and Individual 
Ambidexterity. 
H2A: There is a positive relationship between Error Management Culture and Individual 
Ambidexterity. 
H2B: There is a negative relationship between Error Aversion Culture and Individual 
Ambidexterity. 
H3A: The relationship between Learning Goal Orientation and Individual Ambidexterity is 
moderated by the perception of an Error Management Culture in a way that an Error 
Management Culture will strengthen the positive relationship between Learning Goal 
Orientation and Individual Ambidexterity. 
H3B: The relationship between Learning Goal Orientation and Individual Ambidexterity is 
moderated by the perception of an Error Aversion Culture in a way that an Error 
Aversion Culture will weaken the positive relationship between Learning Goal 
Orientation and Individual Ambidexterity. 
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3. Methodology 
The purpose of this chapter is to describe the research method that has been used in this study. The 
choices about study design, research strategy and data analysis techniques will be described. 
3.1 Research method 
In this study it has been researched whether the factors Learning Goal Orientation and an effective 
Error Climate have an influence on Individual Ambidexterity. This can be seen as an explanatory 
research, as the relationship between these variables will be examined and explained (Saunders, 
Philip, & Thornhill, 2012). According to Saunders et al. (2012) using quantitative questionnaires is 
usually a good research method for explanatory research, as this enables to examine and explain the 
relationship between variables (Saunders et al., 2012). The questionnaire enables to test hypothesis 
statistically. For this reason, data is provided by making use of a quantitative method that involves 
individuals to fill in an online self-completed questionnaire.  
3.2 Data collection 
 
Sampling 
For this study, the questionnaire was completed by a total of 173 respondents working at different 
organizations in the Netherlands. The questionnaire has been distributed within 3 different 
organizations (two profit organization and one utility company) and other people within my network. 
The last group in case the response rate of the first three companies would be too low. The Table 
below shows the response rate of the different response groups. 
Response group Number of distributed 
surveys 
Reponse (N) Reponse rate in % 
Company 1 250 58 23,2% 
Company 2 100 39 39% 
Company 3 65 21 23,2% 
Others 350 55 15,7% 
Table 3.1 Response rate 
Characteristics of the respondents are shown in the Table below. 
Characterization of the respondents (n = 173)  % of sample 
Function level  
Non-management 78,0 
Middle management 14,5 
Senior management 7,5 
  
Gender  
Male 65,3 
Female 34,7 
  
Age in years  
21-30  37 
31-40  19,1 
41-50  22 
51-60  16,8 
61-65  2,3 
Unknown 2,9 
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Education   
Elementary school/secondary school or equivalent  24,3 
Bachelor or equivalent 40,5 
Master or equivalent (university) 34,1 
PhD  0 
Unknown 1,2 
  
Tenure group  
0-3 years 45,1 
3-5 years 11,0 
5-10 years 23,1 
10-20 years 10,4 
20-30 years 5,2 
>30 years 5,2 
  
Company  
Company 1 33,5 
Company 2 22,5 
Company 3 12,1 
Other 31,8 
  
Language survey  
English 47,4 
Dutch 52,6 
Table 3.2 Characteristics of respondents 
 
The sampling method that has been used for this is a convenience sampling technique, which is an 
non- probability sampling method. I have chosen to sample within three different organizations. 
Agreements have been made with these three companies that all employees within the organization 
may be approached. These three companies form a particularly interesting case, as they all differ 
from each other. The two profit companies are both consultancy companies. The difference between 
them is that the first company seems to struggle with building ambidexterity within the organization, 
as the main focus seems to be on exploitation. Besides that the company has not been performing so 
well over the last year and is required to downsize on its amount of employees. In comparison, the 
primary focus of the second consultancy company seems to be exploration. This company has been 
performing well over the last years as it is growing with 30% in total number of employees each year. 
The expectation is that this can bring some valuable insights, as it is proposed that ambidexterity is 
needed for long term survival (Tushman & O'Reilly, 2013). The third company differs from the two 
consultancy companies as it is a utility company and does not have a primary focus on profit and long 
term survival. Still this research topic is very interesting with regards to this company as there are a 
lot of changes going on within the company as it would like to change to become more innovative 
but efficient at the same time.  
The online questionnaire have been distributed via internal communication channels (intranet and e-
mail) and was accompanied by an introduction. In this introduction the purpose and estimated 
duration to complete the survey (8-10 minutes) was clearly explained. Besides, the introduction 
mentioned that the survey responses were anonymous. After one week, the non-respondents have 
received a reminder. 
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Pilot questionnaire 
In order to ensure that the respondents did not have problems with filling in the questionnaire, there 
has been a pilot among 10 respondents. This included an online test of the questionnaire with in 
addition another short questionnaire to find out if the respondents were able to understand the 
instructions and questions, the duration to complete the questionnaire and if they have any other 
comments. Based on the input of the 10 respondents it was not needed to modify or review the 
primary questionnaire.  
3.3 Operationalization 
The questionnaire that is used for this study has been constructed by making use of existing 
questionnaires that already have been developed by other researchers to measure the variables 
Individual Ambidexterity, Learning Goal Orientation and Error Climate. The advantage of this is that 
the questionnaires are developed based on literature and are already validated. There is no need to 
define the measurement of the variables again, as the definitions and scales of Learning Goal 
Orientation, Individual Ambidexterity and effective Error Climate have already been operationalized.  
 
The variable Individual Ambidexterity is measured with a scale developed by Mom et al. (2007). In 
this scale Individual Ambidexterity is measured with two sub variables, namely: exploitation activities 
and exploration activities. Within the literature, both subscales are often combined together to 
determine an ambidexterity score. In this study Individual Ambidexterity has been calculated as an 
average of all items of the exploration and exploitation subscales. The two different subscales are 
combined as one variable in this study, thus also in the hypothesis. 
 
The variable Learning Goal Orientation is measured with a scale developed by Button et al. (1996). 
Learning Goal Orientation is often measured together with Performance Goal Orientation. For sake 
of completeness these items have been included in the analysis. 
The third variable Error Climate is measured with a scale developed by Dyck et al. (2005) which exists 
out of two variables, namely: Error Management Culture and Error Aversion Culture. For this reason 
Error Culture has been divided into two different sub variables within this study, thus also in the 
hypotheses.   
 
The questions are all rating questions with a five-point Likert rating. This means that respondent 
have been asked how strongly she or he agrees or disagrees with the statements. These scales are 
shown in the Table below (Table 3.3): 
  
Variable Introductory 
question 
Statement Source Cronbach 
alpha 
Exploration 
activities 
 
To what extent did 
you, last year, 
engage in work 
related activities 
that can be 
characterized as 
follows? 
 
 Searching for new possibilities with respect to services, activities  
or processes. 
 Evaluating diverse options with respect to services, activities or 
 processes. 
 Focused on strong renewal of services, activities or processes. 
 Activities requiring quite some adaptability in my routines. 
 Activities requiring me to learn new skills or knowledge. 
 
Mom 
et al. 
(2007) 
 
.789 
  
Exploitation 
activities 
 
To what extent did 
you, last year, 
engage in work 
related activities 
that can be 
characterized as 
follows? 
 
 Activities of which a lot of experience has been accumulated by 
yourself. 
 Activities which serve existing (internal) customers with existing 
services or products. 
 Activities of which it is clear to you how to conduct them. 
 Activities primarily focused on achieving short-term goals. 
 Activities which you can properly conduct by using your 
present knowledge 
 Activities which clearly fit into existing company policy 
 
Mom 
et al. 
(2007) 
 
Learning 
Goal 
Orientation 
N/A  The opportunity to do challenging work is important to me. 
 When I fail to complete a difficult task, I plan to try harder the  
next time I work on it. 
 I prefer to work on tasks that force me to learn new things. 
 The opportunity to learn new things is important to me. 
 I do my best when I’m working on a fairly difficult task. 
 I try hard to improve on my past performance. 
 The opportunity to extend the range of my abilities is important  
to me. 
 When I have difficulty solving a problem, I enjoy trying different  
approaches to see which one will work. 
 
Button 
et al. 
(1996) 
 
.787 
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Error 
Management 
Culture 
N/A  For us, errors are very useful for improving the work process. 
 After an error, people think through how to correct it. 
 After an error has occurred, it is analyzed thoroughly. 
 If something went wrong, people take the time to think it through. 
 After making a mistake, people try to analyze what caused it. 
 In this organization, people think a lot about how an error could have been avoided. 
 An error provides important information for the continuation of the work. 
 Our errors point us at what we can improve. 
 When mastering a task, people can learn a lot from their mistakes. 
 When an error has occurred, we usually know how to rectify it. 
 When an error is made, it is corrected right away. 
 Although we make mistakes, we don’t let go of the final goal. 
 When people are unable to correct an error by themselves, they turn to their colleagues. 
 If people are unable to continue their work after an error, they can rely on others. 
 When people make an error, they can ask others for advice on how to continue. 
 When someone makes an error, (s)he shares it with others so that they don’t make the same mistake. 
 In this organization, people think a lot about how an error could have been avoided. 
Dyck et 
al.  
(2005) 
.903 
Error 
Aversion 
Culture 
N/A  In this organization, people feel stressed when making mistakes. 
 In general, people in this organization feel embarrassed after making a mistake. 
 People in this organization are often afraid of making errors. 
 In this organization, people get upset and irritated if an error occurs. 
 During their work, people are often concerned that errors might occur. 
 Our motto is, “Why admit an error when no one will find out?” 
 There is no point in discussing errors with others. 
 There are advantages in covering up one’s errors. 
 People prefer to keep errors to themselves. 
 Employees who admit their errors are asking for trouble. 
 It can be harmful to make your errors known to others. 
Dyck et 
al.  
(2005) 
.892 
Table 3.3 Overview of the used scales   
 Language survey 
The language of the original version of the scales is English. Prior the data gathering one company 
(defined in the data as company 1) stated that the expectation was that the employees working at 
operational level would have difficulties with completing the survey in English. For this reason, the 
survey has been translated to Dutch. To make sure that the translation was correct, the translated 
survey has been checked by a native speaker.  
 
47.4% of the respondents have filled in the English version of the online survey. The other 52.6% 
have filled in the Dutch version of the survey. In the Table below is presented which group has filled 
in the online survey in English and/or Dutch. The language of the survey is used as control variable in 
the analysis. 
Respondent group Language survey  
Company 1 (profit organization) Dutch 
Company 2 (profit organization) English 
Company 3 (utility company) English 
Other Dutch & English 
Table 3.4 Overview language survey per respondent group 
Control variables 
Demographic variables are included to this research to describe the sample within this study. The 
control variables that have been used in this research are gender, age, function level, education level, 
tenure group. These control variables are common used variables into research. Besides these 
common control variables company and language of the survey are also used in this study. 
 
3.4 Data analysis  
It will be statistically tested in which way Individual Ambidexterity relates to Learning Goal 
Orientation and how this relationship is influenced by an effective Error Climate in order to answer 
the research question and to test the hypotheses. 
Data coding 
As the data gathering was done by making use of an online questionnaire, the data input has been 
automated. The provided data can be seen as ‘raw’ quantifiable data which needs to be processed 
and analyzed into useful information. The questions in the online questionnaire have been coded 
prior to entry in order to analyze the data, so the coding schema has been incorporated into the 
questionnaire.   
Data analysis 
In order to examine the relationship between Learning Goal Orientation, Error Climate and Individual 
Ambidexterity, the data has been statistically tested and analyzed by making use of SPSS, which is a 
software package used for statistical analysis. The techniques that have been applied are the 
regression analysis and moderation analysis. The Table below shows which techniques will be applied 
in order to examine the relationships. 
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Needed information Test 
Is there a relationship between Learning Goal Orientation and Individual 
Ambidexterity? 
Regression analysis 
Is there a relationship between Error Climate* and Individual Ambidexterity? Regression analysis 
How strong is the relationship between these variables? Regression analysis 
What is the direction of the relationship (positive or negative?) Regression analysis 
Is the relationship between Learning Goal Orientation and Individual 
Ambidexterity moderated by Error Climate*? 
Moderator analysis 
Table 3.5 Data analysis techniques 
*Error Climate will be measured and analyzed through the two aspects of Error Management Culture and Error Aversion 
Culture) 
 
3.5 Methodological issues 
In this final section of this chapter about methodology a few methodological issues will be addressed.  
Non response 
A methodological issue in this study could have been that the response rate is low. In order to 
achieve a high response rate, the questionnaire has been introduced 1 week prior e-mailing out the 
questionnaire by the management of 2 out of 3 the organizations. It is more likely to receive a higher 
response rate when the management asks an employee to respond. Other steps that may lead to a 
higher response rate is that the questionnaire have been accompanied by an e-mail, in which the 
purpose of the survey was clearly explained. After one week, the non-respondent have received a 
follow-up email. 
Anonymity 
The data provided by the respondents has been collected anonymously. The only information that 
respondents needed to fill in were biographical characteristics (like age and gender) and the name of 
the company that they are working for. The name of the company has been changed after the data 
collection into anonymous names like company 1, company 2 etc.  
Socially desirable answers 
Socially desirable answers occur when respondents do not answer the questions truthfully, but in a 
way that make them look good. According to Saunders et al. (2012) respondents to self-completed 
questionnaires are relative unlikely to respond with more socially desirable answers. Besides this, the 
data of the respondents has been collected anonymously, so receiving socially desirable answers is 
not very likely in this study.  
 
Missing values 
To prevent missing values, all multiple choice questions in the online survey were mandatory 
questions. However, the final section of the survey existed out of open questions regarding to 
demographic variables which were not mandatory. A low percentage have not answered the 
questions about age (2.9%) and educational level (1.2%). Expected is that respondent did not wanted 
to answer these questions for reasons of privacy. These missing demographic values are marked in 
the dataset as ‘unknown’. 
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4. Results 
 
4.1 Factor analysis 
To validate the scales and to check the underlying factor structures, a factor analysis has been used. 
Results of the factor analysis showed for all scales a sufficient KMO Value, which should be above .5.  
- Individual Ambidexterity (exploration and exploitation scale) KMO is .796 
- Error Management Culture KMO is .892 
- Error Aversion Culture KMO is .891 
- Learning Goal Orientation KMO is .808 
The factor analysis shows also for all scales a sufficient Barlett’s test of spherity, which should be  Sig. 
.000. The analysis resulted in Sig 0,000 for all individual scales, which is sufficient.  
 
An unrotated, principal components factor analysis was performed with all items of EMC, which 
resulted in high loadings of all items on one factor, except for item EMC12 “Although we make 
mistakes, we don’t let go of the final goal ”. For this reason EMC12 has been left out. For the other 
scales, Learning goal Orientation, Individual Ambidexterity (all items of exploration and exploitation)  
and Error Aversion Culture the underlying structure was sufficient. All items of the individual scales 
showed high loadings of all items on one factor.  
4.2 Reliability analysis 
To check the extent to which the scales produces a consistent results, if the measurements are 
repeated a number of times, a reliability analysis has been done. The results of the reliability analysis 
per scale are shown in Table 3.3. The scales Exploration and Exploitation activities are compute into 1 
variable for the reliability analysis. The Cronbach’s alpha of the 4 variables is high (.787; .789; 
.892;.903). Thus, the scales yield consistent results and are therefore reliable.  
4.3 Descriptive statistics and correlations 
The sample of the study contains 173 respondents. Table 4.1 shows the descriptive statistics of all 
variables used in this research. 
 
Table 4.1 shows a positive and significant correlation between Individual Ambidexterity and Learning 
Goal Orientation (r= .234, p<.01). This implies that Learning Goal Orientation is directly and positively 
related to the level of Individual Ambidexterity. Individual Ambidexterity has also a significant and 
positive correlation with Error Management Culture (r=.175, p< .05.) and a significant negative 
correlation with Error Aversion Culture (r=-.313, p< .01.). This means that the error culture within 
organizations is related to the level of Individual Ambidexterity. Furthermore there is no significant 
correlation between Performance Goal Orientation and Individual Ambidexterity. This means that 
there is no direct relation between Performance Goal Orientation and the level of Individual 
Ambidexterity.  
 
Notable is the high Mean of Learning Goal Orientation (4.13 on a scale from 1 to 5) and the 
significant correlation of this variable with tenure group. Furthermore it is notable that Table 1 shows 
a significant correlation between Individual Ambidexterity and the language of the survey.  
 Table 4.1 Means, Standard Deviations and Correlations 
 Variables Mean s.d. 1 2 3 4 5 6 7 8 9 10 11 12 
1. Individual 
Ambidexterity 
3.49 0.55 1            
2. Learning Goal 
Orientation 
4.13 0.44 .234** 1           
3. Performance 
Goal Orientation 
3.36 0.56 -.059 .070 1          
4. Error 
management 
culture 
3.42 0.61 .175* .157* .084 1         
5. Error aversion 
culture 
2.44 0.64 -.313** .001 .103 -.320** 1        
6. Age group 2.20 1.25 .146 -.159* -.126 .007 -.057 1       
7. Gender 1.65 0.48 -.019 -.066 -.080 -.049 .014 .096 1      
8. Tenure group 2.35 1.51 -.017 -.238** -.032 .051 -.084 .564 .082 1     
9.  Function 1.29 0.60 .208** .124 -
.171* 
.122 -.136 .210** -.027 .109 1    
10
. 
Education 2.08 0.79 .015 .263** -.013 -.177* .048 -.245** .008 -
.318** 
.124 1   
11
. 
Company 2.42 1.25 -0.90 .131 .029 .143 .060 -.334** -.075 -.138 .043 .009 1  
12
. 
Language survey 1.53 0.50 .244* -.185 -.101 -.066 -.384** .355** .111 .398** .158* -.408** -.238** 1 
Note. N = 173. 
**Correlation is significant at the 0.01 level (2-tailed) * Correlation is significant at the 0.05 level (2-tailed) 
  
 4.4 Hierarchical regression analysis for Individual Ambidexterity  
The hierarchical regression and moderation analysis are presented in Table 2. The hypotheses were 
tested using the output of the analysis presented in Table 4.2. In the hierarchical regression and 
moderation analysis Individual Ambidexterity is used as a dependent variable. The variables (1) Age 
group, (2) Gender, (3) Tenure group (4) Function level (5) Educational level (6) Company and (7) 
Language survey are used as control variables in the analysis.  
 
Table 4. 2 Hierarchical regression analyses for Individual Ambidexterity   
 Model 1 Model 2 Model 3 Model 4 
 B 
(Unstandardized) 
B 
(Unstandardized) 
B 
(Unstandardized) 
B  
(Unstandardized) □□ 
constant 3,32 (.00)** 2,20 (.002)** 3,23 (.000)** 2,95 (.000)** 
Independent(s):     
   Learning Goal 
Orientation (LGO) 
 .28 (.003)** .29(.005)** .29 (.001)** 
Performance Goal 
Orientation (PGO) 
 -.01 (.861)   
Moderation 
variables: 
    
Error Aversion 
Culture (EAC) 
 -.16(.031)* -.16 (.785) -.27 (.000)** 
Error Management 
Culture (EMC) 
 .10(.186) .10 (.326)  
Interactions:     
LGO X EAC   .18 (.343)  
LGO X EMC   .23 (.195)  
Control variables     
Age -.07 (.103) .08 (.064) .09 (.048)*  
Gender -.05 (.527) .08 (.702) -.05 (.556)  
Tenure group -.07 (.029)* -.06 (.065) -.06 (.106)  
Function level .13 (.080) .07 (.308) .06 (.444)  
Education .06 (.287) .04 (.501) .04 (.523)  
Company .00 (.928) -.01(.709) -.01 (.888)  
Language survey .32 (.001)** .26 (.018)* .26 (.025)*  
Adjusted R2  .091 .182 .2467 □ .143 
F-value 3.463 4.488 4.7608 15.365 
Δ R2 .128 .235 .247 .153 
N (Sample size) 173 173 173 173 
Note.  p-value between brackets  
** significant at the 0.01 level (2-tailed) 
*significant at the 0.05 level (2-tailed)  
 □ This is the R2. The input of model 3 is based on the moderation analysis with use of template 2 of Hayes. Due to this, Adjusted R2 is not 
known. 
□□ Unstandardized coefficients are reported, independent variables were centered. 
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In Table 4.2 we find that the R-square, dependent on the outcome of the different models, is 
between 12.8% and 24.7%. This suggest that between the 12.8% and 24.7% of the dependent 
variable (Individual Ambidexterity) can be explained by the independent variables. This may also 
indicate that there are besides Learning Goal Orientation and Error Climate also other factors that 
will explain, and thus influences the level of Individual Ambidexterity.  
4.5 Test of hypotheses 
Hypothesis 1 suggests that there is a positive relationship between Learning Goal Orientation and 
Individual Ambidexterity. The regression analysis in Table 4.2 supports this with a significant positive 
relationship (b= .29, p < .01). Thus, based on the data Hypothesis 1 is supported. This may indicate 
that Individuals with a higher Learning Goal Orientation also have a higher level of Individual 
Ambidexterity. 
Hypothesis 2A suggests that there is a positive relationship between Error Management Culture and 
Individual Ambidexterity. The hierarchical regression analysis in Table 4.2 does not show a significant 
relationship between these two variables. Thus, based on the data hypothesis 2A is not supported. 
This may indicate that the error culture within organizations does not influences the level of 
Individual Ambidexterity. 
Hypothesis 2B suggests that there is a negative relationship between Error Aversion Culture and 
Individual Ambidexterity. The hierarchical regression analyses in Table 2 confirms this negative 
relationship (b= -.27, p < .01). Thus, based on the data Hypothesis 2B is supported.  
 
Model 3 in Table 4.2 shows the results of the moderation analysis in SPSS with reference to Hayes 
template 2. In this analysis Individual Ambidexterity is used as a dependent variable.  
 
Hypothesis 3A suggests that the relationship between Learning Goal Orientation and Individual 
Ambidexterity is moderated by the perception of an Error Management Culture in a way that an 
Error Management Culture will strengthen the positive relationship between Learning Goal 
Orientation and Individual Ambidexterity. Model 3 in Table 2 shows that this moderation is not 
significant (p = .343). Thus, based on the data hypothesis 3A is not supported. 
Hypothesis 3B suggests that the relationship between Learning Goal Orientation and Individual 
Ambidexterity is moderated by the perception of an Error Aversion Culture in a way that an Error 
Aversion Culture will weaken the positive relationship between Learning Goal Orientation and 
Individual Ambidexterity. Model 3 in Table 2 shows that this moderation is not significant (p= .326). 
Thus, based on the data hypothesis 3B is not supported. These results of the moderation analysis 
may indicate that the error climate within organizations does not influence the relationship between 
Individual Ambidexterity and Learning Goal Orientation.  
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5. Conclusions, discussion and recommendations 
5.1 Conclusions 
In this study it has been researched whether the factors Learning Goal Orientation and an effective 
Error Climate have an influence on Individual Ambidexterity. The aim of this study was to contribute 
to the current literature on ambidexterity and add insights about the factors that influence 
ambidexterity on an Individual Level. 
The main reason for focusing on this topic was the idea that understanding how to influence 
ambidexterity on an individual level provides insight in how to build ambidexterity into an 
organization. Something which organizations face difficulties with, but which is required for long 
term survival (Tushman & O'Reilly, 2013). In order to do this, the following main question has been 
studied: 
"In which way does Learning Goal Orientation relate to Individual Ambidexterity and 
how is this relationship influenced by an Error Climate?”  
 
The results of this study show that Learning Goal Orientation influences the level of Individual 
Ambidexterity. Thus Individuals with a higher Learning Goal Orientations are more effective in 
undertaking ambidextrous roles. The Error Climate influences also the level of Individual 
Ambidexterity in a way that the perception of an Error Aversion culture will influence the level of 
Individual Ambidexterity in a negative way. Thus, in situations where there is no effective way of 
dealing with errors, Individuals are less effective in undertaking ambidextrous roles. Based on our 
sample we did not find support for the hypothesis that in situations where there is an Error Aversion 
Culture, individuals are more effective in undertaking ambidextrous roles. The correlation matrix has 
shown a correlation between Error Management Culture and Individual Ambidexterity, but based on 
the hierarchical regression analysis  there is no significant relationship found between Error 
Management Culture and Individual Ambidexterity.  
This study shows also that the relationship between Learning Goal Orientation and Individual 
Ambidexterity is not moderated by an Error Climate. 
 
5.2 Discussion 
Mom, Van den Bosch, & Volberda (2006) have shown that ambidexterity can not only be reached on 
an organizational level, but also on an individual level. Surprisingly, little was known about the 
factors that influence ambidexterity on an individual level. This study provides the knowledge that 
individuals are more effective in undertaking ambidextrous roles when influenced by Learning Goal 
Orientation and Error Climate.  
Hypothesis 1 suggests that there is a positive relationship between Learning Goal Orientation and 
Individual Ambidexterity. Based on the data of this study Hypothesis 1 is supported. In the literature 
it was already known that learning processes have an important role in obtaining ambidexterity 
(Lubatkin, 2006). This study contributes to the literature that the mindset of the individual, especially 
an individual’s willingness and motivation to learn, affects the learning processes of Individual 
Ambidexterity.  
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Hypothesis 2A suggests that there is a positive relationship between Error Management Culture and 
Individual Ambidexterity. Dweck and Legget (1988) proposed that organizations that have an 
effective approach towards making errors are more likely to experiment and innovate. As innovation 
and experimentation are both activities that are associated with exploration, we expected that 
organizations with an Error Management Culture may have a positive effect on Individual 
Ambidexterity. Other than expected, hypothesis 2A is based on the data of this study not supported. 
In comparison, this study shows that (hypothesis 2B) there is a negative relationship between Error 
Aversion Culture and Individual Ambidexterity. This indicates that within an organizational culture 
where individuals are afraid that they will be punished after making an error, individuals are less 
effective in taking ambidextrous roles. Thus, how an organization deals with errors influences the 
level of Individual Ambidexterity within that organization. Therefore, this is a contribution to the 
current literature and this increases the current knowledge on factors that influence the process of 
building Individual Ambidexterity into organizations. 
 
Besides the relationship between Error Climate and Individual Ambidexterity, we also expected that 
an effective Error Climate may also have a moderating effect on the relationship between Learning 
Goal Orientation and Individual Ambidexterity. The reason for this was that the Error Climate may 
affect the involved learning processes by obtaining ambidexterity. Hypothesis 3A suggested that the 
relationship between Learning Goal Orientation and Individual Ambidexterity is moderated by the 
perception of an Error Management Culture in a way that an Error Management Culture will 
strengthen the positive relationship between Learning Goal Orientation and Individual 
Ambidexterity. Hypothesis 3B suggested that the relationship between Learning Goal Orientation and 
Individual Ambidexterity is moderated by the perception of an Error Aversion Culture in a way that 
an Error Aversion Culture will weaken the positive relationship between Learning Goal Orientation 
and Individual Ambidexterity. Based on the sample, both hypotheses are not supported. This may 
indicate that the error climate within organizations does not influence the relationship between 
Individual Ambidexterity and Learning Goal Orientation. Which is a surprisingly result as the 
literature gives other indications. Lubatkin (2006) found that learning processes have an important 
role in obtaining ambidexterity and as the process of learning involves a process of trial and errors it 
is important that the individual is provided the right atmosphere to be allowed to obtain learnings 
and make errors that can evidently result from the learning process (Putz et al., 2012). Steuer & 
Dresel (2013) confirmed that the way the environments deals with errors has an impact on the 
learning outcome of errors. One reason for the absence of this moderating effect could be that the 
learning processes of obtaining ambidexterity involves different learning processes than the process 
of learning from errors. Further research could provide more knowledge about this. 
 
Demographic and control variables 
The demographic variables were primary included in the research to describe the samples within this 
study. However, there are some outcomes of the analysis that are worth mentioning. Based on the 
literature review, there were some predictions made that education level would be positively related 
to Individual Ambidexterity. This due to the study of Good & Michael (2013) who proposed that 
individuals with a higher intelligence have a higher level of Individual Ambidexterity. Surprisingly, no 
significant relationship between education level and Individual Ambidexterity was found.  
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Besides the level of intelligence, Good & Michael (2013) found a relationship between Individuals 
with a broad prior work experience, a behavioral competence profile and the level of Individual 
Ambidexterity. This may explain the significant correlation between function level and Individual 
Ambidexterity, shown in correlation Table 4.1 in chapter 4, as Individuals with a senior management 
function level may have a different competence profile than individuals with a middle management 
or non-management function level. 
Notable is also the significant correlation between age and Individual Ambidexterity. Prior the 
research there was no expectation to find this relationship. An explanation might be that individuals 
with a higher age could have more broad prior work experience and thus a higher level of Individual 
Ambidexterity. 
The language of the survey is also included into this research as a control variable. The analysis shows 
a significant relationship between language (English= 1,  Dutch=2) of the survey and Individual 
Ambidexterity. There is no explanation for this relationship.  
5.3 Recommendations for practitioners 
Previous research shows that ambidexterity within organization is required for long term survival. 
Creating ambidexterity within organizations is something which organizations face difficulties with. 
The research results on the relationship between Learning Goal Orientation, Error Aversion Culture 
and Individual Ambidexterity could be valuable for developing new methods for and perspectives on 
how to build ambidexterity within organizations. In this way they can adapt to environmental and 
technological changes and will be more successful in the short and long term. 
 
This study provides three recommendations for organizations, namely: 
1. recruitment and selection of employees based on willingness and motivation to learn 
2. stimulate development of LGO, and  
3. create an effective dealing with error climate. 
Recommendation 1: Recruitment and selection of employees 
As Individuals with a higher Learning Goal Orientation are more effective in undertaking 
ambidextrous roles, new employees could be recruited and selected based on their motivation and 
willingness to learn. For specific roles where a high level of individual ambidexterity is in particularly 
needed, an assessment on Learning Goal Orientation could be part of the selection procedure.  
 
Recommendation 2: Increasing the Learning Goal Orientation 
Another possible way of building ambidexterity within organizations could be increasing the Learning 
Goal Orientation of individuals. In the current literature there is little known about the factors that 
influence Learning Goal Orientation. Future research could provide more insight on this. 
Recommendation 3: Change error culture/ create an effective dealing with error climate. 
This study shows that individuals with the perception of an Error Aversion Culture are less effective in 
undertaking ambidextrous roles. The expectation is that by changing the Error Aversion Culture into 
an Error Management Culture, individuals will be more effective in taking ambidextrous roles.  
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5.4 Recommendations for further research 
As previously mentioned, little is known about the factors that influence the level of Individual 
Ambidexterity. This study has contributed to the literature by adding knowledge about the influence 
of Learning Goal Orientation and Error Climate on Individual Ambidexterity. Based on the data, 12-
25% (depending on the different models in Table 4.2 in chapter 4) of Individual Ambidexterity will be 
explained by the independent variables. This means that there are other factors that also influence 
the level of Individual Ambidexterity 
 
These other factors could be leadership and quality management. The influence of leadership style 
on ambidexterity and the way leaders promote ambidexterity is researched on organizational level 
(Baškarada, Watson, & Cromarty, 2016).  The influence of quality management, or reaching 
ambidexterity through quality management, is also researched on organizational level (Asif & De 
vries, 2015). As these factors have an influence on ambidexterity on organizational level, it would 
also be interesting to study whether these factors influences ambidexterity on individual level. . 
Further research could provide more insight in these other factors.  
In this study it is not researched whether the (perceived) space of the employee within their day-to-
day context for executing exploration and exploitation activities have an influence of the level of 
Individual Ambidexterity. Even though the employee has the skills and willingness to balance 
between these two conflicting activities, expected is that there is also a need for sufficient space for 
the employee to perform exploitative and exploration tasks. Besides this, another factor is not 
included in this research. Namely the fact if both exploration and exploitation activities are part of 
the work package/function of the employee. Further research should include these two factors. 
In the current literature, the variable Learning Goal Orientation is often included into research as a 
dependent variable. As Learning Goal Orientation influences the level of Individual Ambidexterity, it 
would be interesting to research which factors influence Learning Goal Orientation itself. More 
knowledge about this could provide practical insight in ways to increase the motivation and 
willingness to learn by individuals and thus increase the level of Individual Ambidexterity.  
 
Further recommendations are regarding the choices about the study design. This study is a cross 
sectional study, which means that the study has been carried out at one time point. By making use of 
this study method it was possible to identify whether there is a correlations between the different 
variables. A cross sectional study cannot be applied for measuring causality between different 
variables. For measuring the cause- and- effect relationships causal research is needed. Future 
research could create more knowledge about the cause-and-effect relationships by making use of 
causal research methods. Study methods for this could be experiments or statistical research where 
data will be collected on a regular basis. The researcher should be aware that by making use of this 
method, it is never completely certain that there are no other factors influencing the cause-and-
effect relationships. 
 
This study has been carried out within three different organizations and an ‘other’ group. For this 
reason the generalization to similar and other companies and sectors should be higher than when 
the research should have been carried out within 1 organization. Further research could increase this 
level of generalization by increasing the sample population.   
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Appendix 1: Survey 
Construct Bron Question Answer 
Performance 
goal 
orientation 
Button 
1996 
I prefer to do things that I can do well rather than things that I do poorly. 
1=‘strongly disagree’, 5=‘strongly agree’ 
 
 I’m happiest at work when I perform tasks on which I know that I won’t make any errors. 1=‘strongly disagree’, 5=‘strongly agree’ 
 
 The things I enjoy the most are the things I do the best. 1=‘strongly disagree’, 5=‘strongly agree’ 
 
 The opinions others have about how well I can do certain things are important to me. 1=‘strongly disagree’, 5=‘strongly agree’ 
 
 I feel smart when I do something without making any mistakes. 1=‘strongly disagree’, 5=‘strongly agree’ 
 
 I like to be fairly confident that I can successfully perform a task before I attempt it. 1=‘strongly disagree’, 5=‘strongly agree’ 
 
 I like to work on tasks that I have done well on in the past. 1=‘strongly disagree’, 5=‘strongly agree’ 
 
 I feel smart when I can do something better than most other people. 1=‘strongly disagree’, 5=‘strongly agree’ 
Learning goal 
orientation 
Button 
1996 
The opportunity to do challenging work is important to me. 
1=‘strongly disagree’, 5=‘strongly agree’ 
    When I fail to complete a difficult task, I plan to try harder the next time I work on it. 1=‘strongly disagree’, 5=‘strongly agree’ 
    I prefer to work on tasks that force me to learn new things. 1=‘strongly disagree’, 5=‘strongly agree’ 
    The opportunity to learn new things is important to me. 1=‘strongly disagree’, 5=‘strongly agree’ 
    I do my best when I’m working on a fairly difficult task. 1=‘strongly disagree’, 5=‘strongly agree’ 
    I try hard to improve on my past performance. 1=‘strongly disagree’, 5=‘strongly agree’ 
    The opportunity to extend the range of my abilities is important to me. 1=‘strongly disagree’, 5=‘strongly agree’ 
  
  When I have difficulty solving a problem, I enjoy trying different approaches to see which 
one will work. 1=‘strongly disagree’, 5=‘strongly agree’ 
Error aversion 
culture 
Dyck 
2005 In this organization, people feel stressed when making mistakes. 1='Never', 5='Always'  
  
In general, people in this organization feel embarrassed after making a mistake. 1='Never', 5='Always'  
  
People in this organization are often afraid of making errors. 1='Never', 5='Always'  
  
In this organization, people get upset and irritated if an error occurs. 1='Never', 5='Always'  
  
During their work, people are often concerned that errors might occur. 1='Never', 5='Always'  
  
Our motto is, “Why admit an error when no one will find out?” 1='Never', 5='Always'  
  
There is no point in discussing errors with others. 1='Never', 5='Always'  
  
There are advantages in covering up one’s errors. 1='Never', 5='Always'  
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People prefer to keep errors to themselves. 1='Never', 5='Always'  
  
Employees who admit their errors are asking for trouble. 1='Never', 5='Always'  
  
It can be harmful to make your errors known to others. 1='Never', 5='Always'  
Error 
management 
culture 
Dyck 
2005 
For us, errors are very useful for improving the work process. 1='Never', 5='Always'  
    After an error, people think through how to correct it. 1='Never', 5='Always'  
    After an error has occurred, it is analyzed thoroughly. 1='Never', 5='Always'  
    If something went wrong, people take the time to think it through. 1='Never', 5='Always'  
    After making a mistake, people try to analyze what caused it. 1='Never', 5='Always'  
    In this organization, people think a lot about how an error could have been avoided. 1='Never', 5='Always'  
    An error provides important information for the continuation of the work. 1='Never', 5='Always'  
    Our errors point us at what we can improve. 1='Never', 5='Always'  
    When mastering a task, people can learn a lot from their mistakes. 1='Never', 5='Always'  
    When an error has occurred, we usually know how to rectify it. 1='Never', 5='Always'  
    When an error is made, it is corrected right away. 1='Never', 5='Always'  
    Although we make mistakes, we don’t let go of the final goal. 1='Never', 5='Always'  
    When people are unable to correct an error by themselves, they turn to their colleagues. 1='Never', 5='Always'  
    If people are unable to continue their work after an error, they can rely on others. 1='Never', 5='Always'  
    When people make an error, they can ask others for advice on how to continue. 1='Never', 5='Always'  
    When someone makes an error, (s)he shares it with others so that they don’t make the 
same mistake. 
1='Never', 5='Always'  
    In this organization, people think a lot about how an error could have been avoided. 1='Never', 5='Always'  
Exploration 
activities 
Mom 
2007 
Searching for new possibilities with respect to services, activities or processes. 
1='to a very small extent', 5='to a very large 
extent' 
 
 Evaluating diverse options with respect to services, activities or processes. 1='to a very small extent', 5='to a very large 
extent' 
 
 Focussed on strong renewal of services, activities or processes. 1='to a very small extent', 5='to a very large 
extent' 
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 Activities requiring quite some adaptability in my routines. 1='to a very small extent', 5='to a very large 
extent' 
 
 Activities requiring me to learn new skills or knowledge. 1='to a very small extent', 5='to a very large 
extent' 
Exploitation 
activities 
Mom 
2007 
Activities of which a lot of experience has been accumulated by yourself. 
1='to a very small extent', 5='to a very large 
extent' 
  
  Activities which serve existing (internal) customers with existing services or products. 1='to a very small extent', 5='to a very large 
extent' 
  
  Activities of which it is clear to you how to conduct them. 1='to a very small extent', 5='to a very large 
extent' 
  
  Activities primarily focused on achieving short-term goals. 1='to a very small extent', 5='to a very large 
extent' 
  
  Activities which you can properly conduct by using your present knowledge 1='to a very small extent', 5='to a very large 
extent' 
    Activities which clearly fit into existing company policy 1='to a very small extent', 5='to a very large 
extent' 
Age 
 
What is your age 
 Gender 
 
I am a 
 Country 
 
In which country do you work? 
 Company 
 
What company do you work for? 
 Tenure 
 
I have worked at this organisation for: 
 Function level 
 
What is your current function level? 
 Educational level What is your highest level of education completed? 
 
Construct Bron Translation to Dutch Scale in Dutch 
Performance 
goal orientation 
Button 
1996 
Ik geef de voorkeur aan het doen van dingen die ik goed kan dan dingen die ik slecht kan 
1=‘Zeer mee oneens’, 5=‘Zeer mee 
eens’ 
 
 Ik ben het gelukkigst op mijn werk wanneer ik taken uitvoer waarvan ik weet dat ik er geen 
fouten in zal maken 
1=‘Zeer mee oneens’, 5=‘Zeer mee 
eens’ 
 
 
De dingen waar ik het meeste plezier in heb zijn de dingen die ik het beste kan 
1=‘Zeer mee oneens’, 5=‘Zeer mee 
eens’ 
 
 
De meningen van anderen over hoe goed ik bepaalde zaken kan is belangrijk voor mij  
1=‘Zeer mee oneens’, 5=‘Zeer mee 
eens’ 
 
 
Ik voel me slim wanneer ik iets doe zonder fouten te maken 
1=‘Zeer mee oneens’, 5=‘Zeer mee 
eens’ 
 
 
Ik ben er graag zeker van dat ik een taak succesvol kan uitvoeren voordat ik eraan begin  
1=‘Zeer mee oneens’, 5=‘Zeer mee 
eens’ 
 
 
Ik werk graag aan taken die ik in het verleden ook goed uitgevoerd heb  
1=‘Zeer mee oneens’, 5=‘Zeer mee 
eens’ 
 
 
Ik voel me slim wanneer ik iets beter kan uitvoeren dan de meeste andere mensen 
1=‘Zeer mee oneens’, 5=‘Zeer mee 
eens’ 
Learning goal 
orientation 
Button 
1996 
De mogelijkheid om uitdagend werk te doen is belangrijk voor mij 1=‘Zeer mee oneens’, 5=‘Zeer mee 
eens’ 
  
  Wanneer ik faal bij het uivoeren van een moeilijke taak, probeer ik de volgende keer nog 
harder mijn best te doen 
1=‘Zeer mee oneens’, 5=‘Zeer mee 
eens’ 
  
  Ik geef de voorkeur aan het uitvoeren van taken waarin ik gedwongen word om nieuwe 
dingen te leren 
1=‘Zeer mee oneens’, 5=‘Zeer mee 
eens’ 
  
  De mogelijkheid om nieuwe dingen te leren is belangrijk voor mij 1=‘Zeer mee oneens’, 5=‘Zeer mee 
eens’ 
  
  Ik doe mijn best wanneer ik aan een vrij moeilijke taak werk 1=‘Zeer mee oneens’, 5=‘Zeer mee 
eens’ 
  
  Ik doe hard mijn best om beter te presteren dan mijn prestaties in het verleden 1=‘Zeer mee oneens’, 5=‘Zeer mee 
eens’ 
  
  De mogelijkheid om mij te verbreden in de vaardigheden die ik heb is belangrijk voor mij  1=‘Zeer mee oneens’, 5=‘Zeer mee 
eens’ 
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  Wanneer ik moeite heb met het oplossen van een probleem, probeer ik graag verschillende 
aanpakken uit om te zien wat werkt. 
1=‘Zeer mee oneens’, 5=‘Zeer mee 
eens’ 
Error aversion 
culture 
Dyck 
2005 In deze organisatie voelen mensen zich gestrest wanneer ze fouten maken 1=‘Nooit’, 5=‘Altijd’ 
  
In het algemeen voelen mensen in deze organisatie zich beschaamd na het maken van een 
fout 1=‘Nooit’, 5=‘Altijd’ 
  
Mensen in deze organisatie zijn vaak bang voor het maken van fouten. 1=‘Nooit’, 5=‘Altijd’ 
  
In deze organisatie raken mensen van slag en geirriteerd als een fout zich voordoet 1=‘Nooit’, 5=‘Altijd’ 
  
Tijdens hun werk maken mensen zich vaak zorgen dat er zich een fout kan voordoen 1=‘Nooit’, 5=‘Altijd’ 
  
Onze moto is: "Waarom een fout toegeven als niemand erachter komt?" 1=‘Nooit’, 5=‘Altijd’ 
  
Er is geen toegevoegde waarde in het bespreken van fouten met anderen 1=‘Nooit’, 5=‘Altijd’ 
  
Er zijn voordelen in het verbergen van gemaakte fouten 1=‘Nooit’, 5=‘Altijd’ 
  
Mensen houden gemaakte fouten liever voorzichzelf 1=‘Nooit’, 5=‘Altijd’ 
  
Medewerkers die fouten toegeven vragen om problemen 1=‘Nooit’, 5=‘Altijd’ 
  
Het kan problemen opleveren om je gemaakte fouten bekend te maken aan anderen 1=‘Nooit’, 5=‘Altijd’ 
Error 
management 
culture 
Dyck 
2005 
Voor ons zijn fouten zeer nuttig voor het verbeteren van werkprocessen 1=‘Nooit’, 5=‘Altijd’ 
    Na een fout denken mensen na over hoe de fout te corrigeren 1=‘Nooit’, 5=‘Altijd’ 
    Nadat er een fout is opgetreden, wordt de fout grondig geanalyseerd 1=‘Nooit’, 5=‘Altijd’ 
    Als er iets is fout gegaan nemen mensen de tijd om erover na te denken 1=‘Nooit’, 5=‘Altijd’ 
    Na het maken van een fout proberen mensen te analyseren wat de oorzaak is 1=‘Nooit’, 5=‘Altijd’ 
    In deze organisatie denken mensen veel na over hoe een fout vermeden had kunnen worden 1=‘Nooit’, 5=‘Altijd’ 
    Een fout levert belangrijke informatie voor de voortzetting van het werk 1=‘Nooit’, 5=‘Altijd’ 
    Onze fouten wijzen ons op wat we kunnen verbeteren  1=‘Nooit’, 5=‘Altijd’ 
    Bij het onder de knie krijgen van een taak kunnen mensen veel leren van hun fouten 1=‘Nooit’, 5=‘Altijd’ 
    Als er een fout is opgetreden, weten we meestal hoe het te corrigeren is 1=‘Nooit’, 5=‘Altijd’ 
    Als er een fout is gemaakt, wordt het meteen gecorrigeerd 1=‘Nooit’, 5=‘Altijd’ 
    Hoewel er fouten worden gemaakt, wijken we niet af van het uiteindelijke doel 1=‘Nooit’, 5=‘Altijd’ 
    Als mensen niet in staat zijn om zelf een fout te corrigeren, wenden zij zich tot hun collega's 1=‘Nooit’, 5=‘Altijd’ 
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    Als mensen niet in staat zijn om hun werk na een fout voort te zetten, kunnen ze een beroep 
doen op anderen 
1=‘Nooit’, 5=‘Altijd’ 
    Wanneer mensen een fout maken, kunnen zij anderen vragen om advies over hoe verder te 
gaan 
1=‘Nooit’, 5=‘Altijd’ 
    Wanneer iemand een fout maakt, deelt hij/zij het met anderen zodat anderen niet dezelfde 
fout maken 
1=‘Nooit’, 5=‘Altijd’ 
    Binnen deze organisatie denken mensen veel na over hoe fouten voorkomen hadden kunnen 
worden 
1=‘Nooit’, 5=‘Altijd’ 
Exploration 
activities 
Mom 
2007 
Het zoeken naar nieuwe mogelijkheden ten opzichte van services, activiteiten en processen. 
1=‘Helemaal niet’, 5=‘In zeer hoge 
mate’ 
 
 Het evalueren van diverse opties ten opzichte van services, activiteiten en processen. 1=‘Helemaal niet’, 5=‘In zeer hoge 
mate’ 
 
 Focussen op sterke vernieuwing van services, activiteiten en processen. 1=‘Helemaal niet’, 5=‘In zeer hoge 
mate’ 
 
 Activiteiten die een aardige mate van aanpassingsvermogen vergen in mijn routines 1=‘Helemaal niet’, 5=‘In zeer hoge 
mate’ 
 
 Activiteiten waarbij het nodig was om nieuwe vaardigheden of kennis aan te leren. 1=‘Helemaal niet’, 5=‘In zeer hoge 
mate’ 
Exploitation 
activities 
Mom 
2007 
Activiteiten waarin je al veel ervaring had opgedaan 1=‘Helemaal niet’, 5=‘In zeer hoge 
mate’ 
  
  Activiteiten die bestaande (interne) klanten dienden met een bestaande dienst of 
producten. 
1=‘Helemaal niet’, 5=‘In zeer hoge 
mate’ 
  
  Activiteiten waarbij het voor jou duidelijk is hoe je ze moet uitvoeren 1=‘Helemaal niet’, 5=‘In zeer hoge 
mate’ 
  
  Activiteiten die primair gericht waren op het behalen van korte termijn doelen 1=‘Helemaal niet’, 5=‘In zeer hoge 
mate’ 
  
  Activiteiten die je correct kan uitvoeren door gebruik te maken van je bestaande kennis. 1=‘Helemaal niet’, 5=‘In zeer hoge 
mate’ 
40 
 
    Activiteiten welke duidelijk passen binnen het bestaande bedrijfsbeleid 1=‘Helemaal niet’, 5=‘In zeer hoge 
mate’ 
Age 
 
Wat is je leeftijd? 
 Gender 
 
Ik ben een 
 Country 
 
In welk land ben je werkzaam? 
 Company 
 
Voor welke organisatie ben je werkzaam? 
 Tenure 
 
Ik ben werkzaam in deze organisatie voor: 
 Function level 
 
Wat is je huidige functieniveau? 
 Educational level Wat is je hoogst behaalde opleiding? 
 
 
